Knowledge management (KM) has been often claimed to be an important ingredient in building competitive advantage in an organization. Based on the previous studies KM adoption in Malaysia is relatively slow. Most organizations in Malaysia are unsure if the promised performance improvement through the implementation of KM practices is just passing a trend. Therefore, this paper aims to meet this need by developing conceptual framework. The conceptual framework for this study is outlined by the process of adapts and adopts from the past research studies. The KM practices that will be discussed in this paper are knowledge acquisition, knowledge sharing, knowledge creation and knowledge retention. It outlines the conceptual framework for this study and find out the factors that will impact the job satisfaction in organization. The conceptual framework section will explained the detailed of the conceptual framework used in this study which consists of four independent variables such as knowledge acquisition, knowledge sharing, knowledge creation and knowledge retention and one dependent variable is job satisfaction. Besides, the review will also cover on the impact of knowledge management practices on employee's job satisfaction. The paper ends with recommendations on further research should be carried out in order to enhance the understanding of the concepts and the effect of KM towards employee's job satisfaction. 247 According to Davenport and Prusak (1998) , knowledge is information joined with understanding, setting, elucidation and reflection. It is a high-esteem type of data that is prepared to be utilized for choices and activities. Organizations need to see correctly which information will give them an upper hand. Wenger et al. (2002) stated contends that it is information or the know-how which will give the association an inventive and focused edge. Information has turned into the way to achievement. It is basically excessively significant as an asset, making it impossible to be left to shot (Wenger et al. 2002) .Given the significance of information and its knowledge, numerous organizations are confronted with difficulties of managing themselves considering the requests of the learning driven economy. The point on knowledge management is a humming subject today in many organizations, scholarly establishments, and different parts of the economy. Learning has been seen to have a critical part among the conventional assets of land, work, and capital in making and supporting monetary esteem. According to Wiig et al. (1997), there has been critical research directed over the previous decade assessing knowledge and how effectively it can be overseen, have recognized as vital key factors in particular, handle, scholarly capital (human), culture and procedure in knowledge management. The discerning of the review is to give a theoretical casing work model to enhance learning administration rehearses through compelling reconciliation of these factors and powerful use of information assets. It will concentrate the integrative impact of procedures, scholarly capital (human), culture and methodology on knowledge management.
INTRODUCTION
Stated by Alavi and Leidner (2001) in a time where knowledge is progressively perceived as an organization's most important resources, many organizations have actualized knowledge management with an end goal to store, capture and disseminate knowledge all over the organization. Kianto et al. (2016) , has been proposed that the management of knowledge is for the most part about making, giving, empowering and supporting reasonable learning conditions in an association, to inspire and empower proficient people to utilize and share their insight and make new knowledge.
LITERATURE REVIEW Concept of Knowledge Management
The title topic of this conceptual paper is The Impact of Knowledge Management toward Employee's Job Satisfaction. With respect to the subject, researcher needs to think about and investigate on how the knowledge management practices can impact employee's job satisfaction. Knowledge Management in an organization's capacity to gather, store, share and apply information with a specific end goal to upgrade its survival and achievement. According to Moffet and Hinds (2010) the effective of knowledge management usage liberates representatives. Knowledge worker have adaptability and flexibility to direct their work as per their own particular insight, experience and activity. They bolster each different and in addition by data and information, which resultantly benefits both themselves and the organization. With the advance in the business field and prospering rivalry, organizations are relying upon its bookkeeping esteem as well as on the commitment of its knowledge (Lin and Tseng, 2005) . According to Syed et al. (2004) to most specialists emphatically recommend that the selection and execution of KM practices are principal in building the association's upper hand, for example, capturing and sharing best practices viably overseeing client connections and conveying aggressive insight. Regardless of the buildup on the positive effect of KM, numerous researchers in Malaysia (e.g. EPU, 2004; Rahman, 2004; Toh et al., 2003) detailed that KM was still generally new in the Malaysian setting. By and large, organizations that had high information power, for example, electrical/hardware, concoction/compost, and administrations showed a more elevated amount of KM practices contrasted with organizations with lower learning force (e.g. material, metal items, nourishment preparing, agrarian items, plastic and elastic items, and others) (EPU, 2004; Toh et al., 2003) . By and by, in spite of the ambiguity among industry areas, Malaysian organizations were all the while lingering behind their remote partners from driving economies (EPU, 2004) . Rahman (2004) who overviewed 303 training and government associations found that exclusive 46 percent (139 organizations) had built up formal activities of KM. Irritatingly, just a little bit of the 46 percent have really started usage (32 organizations) and observing (18 organizations) though larger part of associations were still in the underlying phases of researching, inspecting, get ready or setting spending plan. The slow implementation is not on the grounds that organizations didn't know about KM. Rather, most Malaysian organizations were embracing the 'sit back and watch' approach concerning the execution of KM ventures inside their organizations (Woods, 2005) as they didn't know about the potential advantages of KM. The critical absence of experimental confirmation of the relationship between KM practices and job satisfaction, additionally powers this reluctance among organizations to grasp KM. A few researchers who got empirical support utilizing the contextual analysis strategy (e.g., Zaim, Tatoglu, and Zaim, 2007) underlined that albeit positive connections were found between KM practices and KM extend execution, the discoveries couldn't be summed up to a more extensive populace. Henceforth, this exploration expects to fill this hole by giving exact approval that there is to be sure a connection between these components for most organizations particularly for information based firms. Knowing so would encourage the reception of suitable KM practices to encounter expanded competitive advantage.
KM Practices
KM alludes to distinguishing and utilizing the aggregate information in an organization to offer assistance the organization contends (von Krogh, 1998) . According to Lee et al. (2003) KM supposedly consists of knowledge process such as knowledge creation, acquisition, sharing, transfer and application. Nonaka and Takeuchi (1995) stated isolated KM process into knowledge creation, storage and transfer. KM process also has been proposes by Demarest (1997) and Pruzinsky et al. (2017) such as knowledge creation, knowledge codification, knowledge acquisition, knowledge sharing and knowledge retention.
Knowledge Acquisition
According to Zahra and George (2002) knowledge acquisition remains for authoritative practices went for a collecting data from extra-organizational sources. External networks and collaborative arrangements are crucial sources of knowledge for a wide range of organization. Clients frame a particularly imperative gathering from which knowledge ought to be gained if the organization is succeeded. For example, customer feedback systems, data mining, business intelligence and collaboration with partners and research institutions are typical of highly developed knowledge acquisition practices. Knowledge acquisition is a continuous and dynamic process. Knowledge acquisition includes the ability to devise original thoughts, bits of knowledge and arrangements and link it inside the organization (Bhatt, 2001; Bose, 2004; Tiwana, 2003) .
Knowledge Sharing
According to King (2007) has also discovered that sharing or dissemination of knowledge is one of the important components of knowledge management practices. It decides the step to which representatives will impart their thoughts and profitable knowledge to supervisors and colleagues for achieving their tasks and getting better output. On the other hand, it likewise speaks to the procedure utilized by workers for coursing or trading data inside various divisions and individuals from the association (Becerra-Fernandez and Sabherwal, 2014) . Supported by Awad et al. (2007) knowledge management is the procedure by which organizations accumulate, create, offer and utilize information in a viable path for accomplishing particular targets. It is essentially a multidisciplinary procedure as well as distinctive instruments and methodologies. The human factor is one of the important factors to be considered as it likewise relies upon aims of employees to share knowledge with others in order to maintaining effective knowledge management practices. According to Trivellas et al. (2015) based on the previous studies have suggested that without commitment from employees, organization can't keep up successful knowledge management practices if employees didn't sharing knowledge to each other. This study also supported by King (2007) although a few studies have noticed the part of organizational culture and structure in knowledge sharing, they need to discover its effect on employee's job satisfaction.
Knowledge Creation
Knowledge creation refers to the organization's capacity to grow new and helpful idea and arrangements with respect to different parts of organizational activities, from technological processes, products and administrative practices. According to Eisenhardt and Martin (2000) knowledge creation is a main factor in empowering supported performance in turbulent situations. Knowledge creation is created when an organization and its individuals learn and improve the skill or knowledge. According to Scharmer (2001) , knowledge creating organizations arrange for the development of employee potential and self-rising above knowledge to develop profoundly new experiences and advance development and thought improvement at all levels of the organization. Kianto et al. (2016) simply defines knowledge retention as an activities related to overseeing employee turnover and the related loss of expert knowledge which refer a key organization asset. Expert knowledge can be lost when employees leave the organization for some reason. As baby boomers retire, attracting and maintaining the best employees will turn into a significantly all the more squeezing challenge concerning knowledge retention. (Kianto, 2016) Job Satisfaction Spector (1994) stated, job satisfaction can be described as how much people like (fulfillment) or dislike (dissatisfaction) their occupations. Job satisfaction can add to mental success at work (Robbins et al., 2003) . According to Shaikh et al. (2012) , occupation fulfillment insinuates the state in which employees take delight from their work or the positive and enthusiastic state of the worker after appraisal of his or her occupation and performance. According to Fritzsche and Parrish (2005) the significance of job satisfaction changes from the sentiments an employee has about his or her occupation. According to Locke (1969) job satisfaction has likewise been characterized as "a component of the apparent connection between what one needs from one's employment and what one sees it as advertising" and as the degree to which a worker feels decidedly or contrarily towards his or her occupation (Locke, 1976) . The term job satisfaction is near the idea of worker satisfaction. As stated by Grant et al. (2007) , employee satisfaction is the general nature of a worker's involvement and working at work. The definition incorporates three measurements of satisfaction: mental, physical and social. Satisfaction is a basic calculate both individual and hierarchical execution. The effect of poor satisfaction is reflected in under-execution, truancy, presentism, wiped out leave and turnover (Baptiste, 2008) . Supported by Vroom (1964) job satisfaction likewise identifies with the exchange of inspiration, where the source of job satisfaction can be associated particularly to social having a place, confidence and selfactualization.
Knowledge Retention

Knowledge Management in Organization
Much the same as the expression "knowledge," the expression "Knowledge Management" (KM) is moreover hard to characterize. Truly, the setting in which KM is utilized and the sorts of issues it is utilized to comprehend at last decide its proper definition for any organization. What is most essential, in any case, is that each of these definitions centers on the KM to enhance methods for working together and making esteem. Despite the fact that KM has gotten an awful name in a few circles due to the fizzled cases of experts out to make a quick dollar, actually KM is digging in for the long haul. Spiegler (2000) , tending to the issue of whether KM is "another thought" or "reused idea," established that KM is really another thought separated and isolate from data frameworks, choice emotionally supportive networks, and data management of the past because of the uniqueness of the "knowledge" component. The significance of knowledge has been perceived all through history. Sir Francis Bacon wrote in 1597, "Knowledge is power." More as of late, association s have started to go up against a comparable view perceiving that "information," rather than "data" or "information," is the most deliberately noteworthy authoritative asset (Drucker, 1993; Earl, 2001; Nidumolu, et al, 2001; Zack, 1999) and the way to future association achievement, upper hand (Korn/Ferry, 2000; KPMG, 2000) and development (Amidon, 1997; KPMG, 2000) . According to Becerra-Fernandez (2001) the broadly held conviction that the wealthiest asset of today's organization is the learning living independently and by and large among workers mirrors the significance of procedures for advancing the creation, sharing, what's more, utilizing of learning. Fahey and Prusak (1998) , stated notwithstanding the developing significance of knowledge and learning forms, it has been perceived that organizations don't oversee either exceptionally well. The endeavor to concentrate on and better oversee learning and information forms has prompted the development of the idea and routine with regards to (KM). Bimpitsos and Petridou, (2012) stated, organizations work in a domain described by vulnerability, flimsiness and change that incite the appearance of different difficulties. Such condition incorporates many elements as expanded globalization, quick mechanical change, and the developing requirement for qualified employees and enhanced performance (Vanhala and Stavrou, 2013) . Savaneviciene and Stakeviciute (2011) stated this strengths organization to attempt and adventure the assets at its transfer with a specific end goal to accomplish an upper hand. According to Glisson and Durick (1988) , the prerequisites for high job satisfaction have been widely studied, and the validated antecedents include, for example, job design, skill variety and role ambiguity. However, the KM issues have not yet been included among the many job satisfaction factors to be examined. In general, it seems that KM literature has only rarely addressed in previous study. Dominguez (2011) KM viewed as basic elements adding to an organization's satisfaction. Supported by Othman (2009) utilizing KM in a vital way is required to beat the distinctive difficulties organizations confront. In this way, viably dealing with these assets is of significance to all association (Juhdi et al., 2011) . According to Ortega-Parra and Sastre-Castillo (2013) dealing with the KM of an organization requires the utilization of various practices that assume a huge part in helping organizations make and manage the performance they want as they impact the states of mind and practices of employees (Lew, 2011) . Supported by Yew (2013) organizations look to build up a conferred workforce (Yew, 2013) and finding the most ideal approach to hold their employees from turnover (Riveros and Tsai, 2011) . As stated by Tiwari and Saxena (2012) , an organization's conduct can be enhanced in such territories as staff duty, competency, and adaptability by dealing with the KM accessible in that organization. All the more particularly, it is accounted for that few KM practices can influence employee responsibility and inspiration these incorporate enrollment and choice, preparing and improvement, performance evaluation, cooperation, and remuneration and reward . As stated by , knowledge lives in the psyches of employees however that knowledge can be effectively lost if employees choose to leave the organization. Due to that reason organizations look to enhance the (KM) procedures of securing, appropriation, understanding, and hierarchical memory (Jimenez-Jimenez and Sanz-Valle, 2013). The reason for this study is to research the relationship between KM and employee's job satisfaction, hierarchical responsibility from one viewpoint and their organization with knowledge management, on the other hand. To accomplish this reason, the principal segments examine the hypothetical foundation, inquire about system, examine model, and theories.
Knowledge Management and Job Satisfaction
Stated by
Models and Frameworks of Previous Study
In order to guide this study a theoretical or conceptual model must be drawn in light of five past studies with the goal that it can give guidance for this study. There are five models or framework that have been chosen and will be discussed about in this section. These models are important as it will give a few bits of knowledge and thoughts on the choice components on impact of KM toward employee performance in organization. Singh and Sharma (2011) proposed a research framework on the factors that could effect on the employee's satisfaction toward knowledge management. The research framework is shown in the Figure 2 .1 as follows:
Figure 2.1: Relationship between knowledge management and employees' satisfaction
Based on this framework there are two independent variables, one mediating variable and one dependent variable. The two independent variables are organizational culture and organizational learning, while the knowledge management is a mediating variable and employee satisfaction is dependent variable. Researchers found based on the studied that employees that satisfied with their work are more innovative, inventive and always ready to run their work in order to achieve success. In contrast, employees that are not satisfied with their work, they are having ethical an ability issues to complete the task and work commitment. Based on the study, researchers developed three main hypotheses. Hypothesis 1: There is positive correlation between Organizational Culture and Knowledge Management, Hypothesis 2: There is positive correlation between Organizational Learning and Knowledge Management and Hypothesis 3: Knowledge Management enhances Employee Satisfaction. Koohang et al. (2017) proposed a research framework on the relationship between leadership, trust and knowledge management and organizational performance. The research framework is shown in the Figure 2.2 as follows; Figure 2 .2: Relationship between leadership, trust, knowledge management and organizational performance. The purpose of this study is to examine the impact of leadership, trust and knowledge management and organizational performance. The framework construct six variables such as leading organization, leading people, leading self, trust, knowledge management and organizational performance identified by researchers. According to researcher effective leadership empower and cultivates trust in people and based on the result, employee are motivated to assume more responsible towards their work. Jayasingam et al. (2014) proposed a research framework on the relationship between knowledge management practices and knowledge performance in organization. The research framework is shown in the Figure 2 .3 as follows: The researcher proposes that the five practices of KM such as knowledge acquisition, knowledge creation, knowledge sharing, knowledge codification and knowledge retention will improve the likelihood of employee job satisfaction. According to Kianto et al. (2016) job satisfaction, in turn, is related to high performance at both the individual and organizational levels. To achieve the goals of this study, researcher developed three main hypotheses. Hypothesis 1 is knowledge acquisition will be positively associated with job satisfaction, hypothesis 2 is knowledge sharing will be positively associated with job satisfaction, hypothesis 3 is knowledge creation will be positively associated with job satisfaction, hypothesis 4 is knowledge codification will be positively associated with job satisfaction and lastly hypothesis 5 is knowledge retention will be positively associated with job satisfaction. Obeidat et al. (2014) proposed a research framework on the relationship between HR practices on KM process within organization. The research framework is shown in the Figure 2 .5 as follows:
Figure 2.5: Relationship between HR practices on KM process within organization
The objective of this study is to investigate the relationship between HR practices on KM process within organization. Based on Obeidat et al. (2014) study, HR practices were measured utilizing recruitment methods, training and development, performance appraisals, and reward systems. Organizational commitment was measured using three dimensions of affective commitment, continuance commitment, and normative commitment. Finally, knowledge management process was measured using four phases of knowledge acquisition, knowledge distribution, knowledge interpretation, and organizational memory. Researcher developed three main hypotheses to achieve the goals of this study which consist of hypothesis 1: There is a relationship between human resource management practices and knowledge management process, hypothesis 2: There is a relationship between human resource management practices and organizational commitment and hypothesis 3: There is a relationship between organizational commitment and knowledge management process.
Theoretical Framework and Hypothesis
The conceptual framework used for this paper is outlined by the process of adapts and adopt from past studies and literatures. The knowledge management practices that has been adapted as independent variable (IV) is knowledge acquisition, knowledge sharing, knowledge creation and knowledge retention. While for dependent variable (DV) is employee's job satisfaction as the indicator. The definition of every variable can be found in this section alongside the variable description and relation with other study. In this study the relationship between the independent variables and dependent variable will be examined and hypotheses are proposed in this section. The research framework is shown in the Figure 2.6 as follows;
Figure 2.6: Research Framework
Knowledge Acquisition and Job Satisfaction
Knowledge acquisition (creation) includes the capacity to devise original thoughts, bits of knowledge and arrangements and incorporate it within the organization (Tiwana, 2003) . Based on study from Jayasingam et al. (2014) , was used the KM scale developed by Darroch (2003) to measure KM practices employed within organizations studied. This scale consists of knowledge acquisition. According to Jayasingam et al. (2014) as KM outcome is difficult to measure, this study focuses on the performance of KM projects as perceived by individuals who experience the consequences of KM projects rather than adopting objective measures. According to Bose (2004) KM projects are ongoing and continuous projects, measures of performance of KM projects should be viewed as factors of the organization's development or improvement and not as the end by themselves. Therefore, the extent of improvement is employed as performance measurement rather than level of achievement. Then the researcher argues that the finding between knowledge acquisition and employee's job satisfaction. Based on the above study, the researcher therefore proposed for the following hypothesis • Hypothesis 1: There is significant relationship between KA and JS
Knowledge Sharing and Job Satisfaction
Knowledge sharing is the exchange of knowledge between people, among groups, organizational units and organizations. (Nonaka and Takeuchi, 1995) .Based on the finding from Saeed (2016) , the relationship between job satisfaction and knowledge sharing is highly correlated with value of 0.934. Based on the findings, Saeed (2016) suggested that higher is the knowledge sharing the higher will be employee performance. When employees are encouraged to share knowledge with others employees, they get more opportunities to develop new ideas, explore information and contribute effectively in attaining organization's objectives. This is also evident by this study's findings that employee seek to share knowledge with others aiming to make significant improvement in their job performance. This result in line with Trivellas et al (2015) has also explored positive association between knowledge sharing and job satisfaction. Then the researcher argues that the finding between knowledge sharing and employee's job satisfaction. Based on the above study, the researcher therefore proposed for the following hypothesis • Hypothesis 2: There is significant relationship between KS and JS
Knowledge Creation and Job Satisfaction
Knowledge creation refer to the organization's ability to develop new and valuable thoughts and solution in regards to different parts of organizational activities, from items and technology process to management practices (Nonaka, 1991, Kianto and Andreeva, 2011) . Based on the study from Prunzinsky et al. (2016), knowledge creation is not factor that affect job satisfaction. This might be because of the context of the study. It is possible that the nature of the work carried out in this municipal organization requires neither knowledge acquisition (especially from sources or partners outside the organization) nor the creation of the new knowledge. Such activities are not encouraged by either support or reward in the organization. Consequently, they have no effect on job satisfaction. Then the researcher argues that the finding between knowledge creation and employee's job satisfaction. Based on the above study, the researcher therefore proposed for the following hypothesis • Hypothesis 3: There is significant relationship between KC and JS
The Relationship between Knowledge Retention and Job Satisfaction
Knowledge retention refers to activities related to managing personnel turnover and the associated loss of expert knowledge, a key strategic resource. (Kianto, 2016) . Knowledge retention was the key KM process for this group, meaning that knowledge continuity and preservation are important for ensuring their work satisfaction. This is to be expected as the strategic steering of an organisation requires an extensive and deep understanding of its history to construct path-dependent strategies. It is also important for this group to understand external forces and the institutional and legislative environment in which the organisation operates. Based on study by Kianto et al. (2016) the remaining of knowledge retention and had connections with job satisfaction. Specifically, the results indicate that intra-organisational knowledge sharing is the key KM process, promoting job satisfaction for most employee groups.
Then the researcher argues that the finding between knowledge creation and employee's job satisfaction. Based on the above study, the researcher therefore proposed for the following hypothesis • Hypothesis 1: There is significant relationship between KR and JS
Conclusion
In conclusion, this conceptual paper gives a broad comprehension on the knowledge management and job satisfaction. The literatures from past studies are looked into in view of research papers and conceptual papers written by scholars and researchers in this field. Every variable utilized as a part of this study as of now been analyzed. This study investigates further keeping in mind the end goal to give better clarification and comprehension about the impact of knowledge management towards employee's job satisfaction from different past reviews. A theoretical review audit is additionally done to study the components that may be incorporated into this study which covers the knowledge management practices and also job satisfaction. In view of the perusing, employee's satisfaction can be shown by measuring the job satisfaction of a person through KM practices. Utilizing the idea of adopts and adapt, a conceptual framework is recommended as the model to lead this study. Further research should be carried out in order to enhance the understanding of the concepts and the effect of KM towards employee's job satisfaction.
